The purpose of this study is to examine the effect of financial and non-financial incentives on job satisfaction, which are used in food chain premises; and to indicate the difference of employee attitudes related to job satisfaction and incentives on some demographical variables. The questionnaires prepared for this purpose are applied to eleven employees at food premises, which are currently working in food sector in Central Anatolian Region in Turkey. The data obtained from the research are analyzed via several techniques by using SPSS 15.0 program. According to the results of the analysis, a significant relation is observed between the financial and non-financial incentives and the job satisfaction of employees. When these relations are compared, the result is that the attitudes towards financial incentives have a stronger effect on job satisfaction than the attitudes towards non-financial incentives. Besides, the differences among some demographical variables (union membership, gender, income level) and the attitudes towards these incentives and job satisfaction levels are tested. This research plays an important role to provide significant data for strategical administrative institutions of food chain premises in terms of financial and non-financial incentives, job satisfaction and some demographical characteristics of the employees.
Introduction
The premises are focused on the motivational elements to increase the productivity of employees. One of the several methods used to increase the motivation of employees is the incentive application. It is very common at such premises that there are often financial and non-financial incentive applications in order to award the employees with a high performance level and to encourage the ones with lower performance levels for higher performance. The main purpose of such applications is to establish a fair management structure within the premise; to contribute to the motivations of employees as a social being and therefore to increase their productivity and efficacy by enhancing their job satisfaction levels.
administrative institutions at premises to determine to what extent these incentives affect the job satisfaction levels of employees. Therefore, it is required to determine which incentives the employees accept and which others do not serve for its purpose. Moreover, public relations in the premises will get the best benefit to draw their policies by determining the relations between financial incentives, non-financial incentives and some demographical variables related to the attitudes of employees in terms of job satisfaction. In this study, the purpose is to examine the effect of financial and non-financial incentives on job satisfaction, which are used in food chain premises and to indicate the difference of employee attitudes related to job satisfaction and incentives on some demographical variables.
The remainder of this paper is organised as follows: Section 2, presents a review of some relevant literature. In Section 3, we discuss the methodology used in this paper, while Section 4 presents the results and the important findings. Finally, in Section 5, we give some conclusions and policy recommendations.
Literature Review
There are many studies in the literature, which examine the financial and non-financial incentives and their effects on several variables. For example, Al-Nsour (2012) examined the effects of financial and non-financial incentives at Jordanian university in terms of organizational performance. A significant relation was observed between financial and non-financial incentives and organizational performance in accordance with the data obtained from this study. Moreover, the study showed that financial incentives were highly regarded than non-financial incentives. Naldöken et al. (2011) examined the financial incentive application on the motivations of employees at a state hospital in terms of their performance. It was concluded in the study that the medical employees, who benefited from these financial incentives were positively motivated by this application.
Scheepers (2009) also examined the extent to which incentive systems affected the motivations of employees at information and communication technology firms. In accordance with the results of the study, an entrepreneurial reward system tends to focus on formal acknowledgement, social incentives and organizational freedom of employees to encourage corporate entrepreneurship. Pouliakas (2008) tested the non-monotonic effect of monetary incentives on job satisfaction. In the study, 1998-2005 of the British Household Panel Survey was used to investigate the ceteris paribus association between the intensity of bonus/profit-sharing payments and the utility derived from work. According to the findings of the study, small amounts of financial incentives resulted a highly important effect on employee satisfaction, whereas large amounts of financial incentives affect them positively. Therefore, the researcher suggested no financial incentive unless sufficient amount of financial incentives were provided. Pınar et al. (2008) conducted surveys to 796 blue-collar employees at several institutions in order to determine the elements, which affect the job satisfaction of employees. According to the findings of the study, the most affected dimension in terms of job satisfactions of blue-collar employees was the job itself, and the second dimension was the payment and promotions. Arnolds and Venter (2007) made an effort to determine the factors, which affected the motivations of blue-collar employees at manufacturing and clothing retail firms. According to the findings of the study, the most important individual motivational reward for blue-collar employees is paid holidays and for frontline employees, retirement plans. The most important motivational reward category for both blue-collar and frontline employees is fringe benefits (paid holidays, sick leave and housing loans). McDonald et al. (2007) examined the effects of financial incentives on the quality of care on practice organization, clinical autonomy, and internal motivation of doctors and nurses working in primary care. Alwabel (2005) examined the role of financial and non-financial incentives in terms of increasing the performance of security officers during pilgrimage in their points of view. Kaya (2007) determined the factors affecting job satisfaction levels of employees at hotel managements. According to the results of the study, the most important factors affecting the job satisfaction levels were determined as the officers, physical and non-physical factors of its own nature and communication and integrity respectively. Based on these findings, the conclusion was that non-financial incentives were more effective then financial incentives in terms of the attitudes of employees.
According to the results of Career and Qualification Principles Survey conducted by the United States of America Career and Qualification Principles in 2005, it was determined that the most important element motivating both the employees and employers were job satisfaction and personal satisfaction for both groups. According to the results of the study, the financial incentives are placed as 8 th and 12 th in the sequence of elements affecting the motivation. In other words, non-financial incentives are given much importance than financial incentives (Coşkun & Dulkadiroğlu, 2009: 89) . Ağırbaş et al. (2005) examined to what extent the head physicians assistants working at hospitals are satisfied by the motivational tools applied in the hospitals and if available motivational tools have an www.ccsenet.org/ibr International Business Research Vol. 5, No. 10; 2012 important effect on job satisfaction. In the study, it is seen that no motivational tool provides the expectations of physician managers. It is also concluded in the study that such factors as the decrease of dismissal risk, improving the situations like promotion and appreciation and improving work place opportunities have significant and important effects on job satisfaction statistically. Burgess and Ratto (2003) reviewed the incentive pay to improve public-sector efficiency and the evidence on its effects. The researchers concluded how optimal incentives for public sector differ from private sector and which types of incentives are the most appropriate for public sector. Moreover, the researchers commented on the design of new policies being introduced in the UK public sector in the light of the theoretical arguments and the evidence. Öztürk and Dündar (2003) made an effort to determine the relation between the factors, which motivate the public employees and professional variables at those institutions. According to the findings obtained in the research, it is seen that managers are more motivated by non-financial incentives than financial incentives in public employees; and employees are more motivated by financial incentives than non-financial incentives. Almost all of the public employees state that the appreciation of the actions completed create a feeling of satisfaction and give a positive motivation towards their job. It is also stated that giving an opportunity for promotion of employees and getting their opinions of their area of interest are among the important factors to motivate them for their jobs. Kitapçı and Sezen (2002) investigated the variables, which affect job satisfaction of employees according to their career period. Based on the results of the study, it is seen that the employees with different career periods have also different job satisfaction levels in terms of different variables. According to the findings of the study, the job satisfaction levels of employees in pre-professional trial period (18-24 age group) are affected by working conditions, training given by the premise and payment. Besides, according to the results of the study, the job satisfaction levels of employees in starting and progressing professional period (26-44 age group) are affected by working conditions, connections with colleagues and manager and in the stationery period (45 and above age group) by connections with managers and participatory management.
Al-Angari (1999) examined the effects of incentive applications on the performances of employees in Riyadh Region Governorate. The researcher emphasized in the study that positive financial incentives do not satisfy the employees. Al-Wathnani (1998) also examined the impact of incentives on the efficiency of work performance and job satisfaction in security organizations. According to the findings of the study, the most valued incentives by the employees are promotions, financial allowances, leaves, allowances for medical treatment and participation in decision making. The least valued incentives by the employees are verbal appraisal, letters of thanks and financial allowances for work at distant and isolated areas. Again, according to the results of the study, the most important incentive among all is the financial ones. Besides, non-financial incentives are also determined to be effective on the increase of performance and job satisfaction.
Al-Johani (1997) made an assessment on the incentive system used at their institutions including the opinions of employees at Jeddah Migration Office. According to the findings of the study, it is emphasized that there is no great difference among the opinions of employees in terms of incentives and the most important incentives are financial incentives and then promotion. Hermalin and Weisbach (1991) examined the effect of administrative structure and direct incentives on company performance. Hilman (1987) examined the effects of financial incentives at medical institutions in terms of attitudes of doctors and their service. The researcher determined as a result of the analysis by taking the opinions of 302 doctors into consideration that financial incentives have important effects on the attitudes of doctors and service quality. Ryan et al. (1986) examined the effects of financial incentives in terms of controlling expenditures. Solt and Miller (1985) examined the effect of administrative incentives on financial performance in terms of real-estate investment partnerships. Grossman and Hart (1982) determined that the incentive effects of the threat of bankruptcy on the quality of management in a widely held corporation.
Materials and Methods
This study has a descriptive scanning model, which aims to indicate the difference in terms of some demographical characteristics on the attitudes of employees related to incentives and job satisfaction, also to examine the effect of financial and non-financial incentives applied at wholesale purchase premises in food sector on job satisfaction. The research model prepared for this purpose is given in Figure 1 . There are 12 hypotheses prepared to examine these according to the research model and shown in Table 1 . There is a significant relation between the financial incentives used at food chain premises and job satisfaction levels of employees. 2
There is a significant relation between the non-financial incentives used at food chain premises and job satisfaction levels of employees. 3
The financial incentives used in food chain premises affect job satisfaction more than non-financial incentives. 4
The attitudes of employees working in food chain premises have a significant difference according to their union membership status in terms of financial incentives. 5
The attitudes of employees working in food chain premises have a significant difference according to their union membership status in terms of non-financial incentives. 6
The job satisfaction levels of employees working in food chain premises has a significant difference in terms of their union membership status. 7
The attitudes of employees working in food chain premises have a significant difference according to their gender in terms of financial incentives. 8
The attitudes of employees working in food chain premises have a significant difference according to their gender in terms of non-financial incentives. 9
The attitudes of employees working in food chain premises have a significant difference according to their gender in terms of job satisfaction. 10
The attitudes of employees working in food chain premises have a significant difference according to their income levels in terms of financial incentives. 11
The attitudes of employees working in food chain premises have a significant difference according to their income levels in terms of non-financial incentives. 12
The attitudes of employees working in food chain premises have a significant difference according to their income levels.
In the study, a field research is used to test these hypotheses. The context of the study involves the chain premises currently running their business at food sector in Central Anatolia Region in Turkey. 432 persons, working and selected randomly in eleven chain premises within the context (Adese, Sincap, Beğendik, Makromarket, Bim, A101, Migros, Akyurt, Kavruk, Kipa, Tansaş) are taken as sample.
A survey form involving four main parts and 43 questions in total is prepared in order to make a suitable investigation for the purpose of this study. The first part of the survey involves seven questions on the attitudes of employees in terms of financial incentives and the second part involves nine questions to determine the attitudes of employees in terms of non-financial incentives. In the third part, twenty questions are prepared to determine the job satisfaction levels of the employees. Seven questions are prepared to determine the demographical characteristics of participants in the fourth and last parts of the survey form. The questions in the first and second parts of the survey, which are about financial and non-financial incentives of the employees, are taken from the survey that is prepared by Al-Nsour (2012) 5, No. 10; 2012 by the researchers. The twenty questions in the third part, which aims to determine the job satisfaction levels of the employees, are taken from the Minnesota Job Satisfaction Scale. The responses in the scale are arranged as 5-point Likert type scale. The assessments are prepared as 5 for "Strongly Agree" and 1 for "Strongly Disagree". The survey form is consulted by an expert and put into practice in the sector after making necessary alterations where seen appropriate. Before the research, a pilot application (n=60) is realized at institutions of issue and validity and reliability analysis of the scales are made. The survey is calculated in terms of Cronbach Alpha values for each part and in general and also shown in 
Findings
Demographical information on the participants in the study is given in Table 3 . Table 4 indicates the attitudes of participants in the study in terms of financial incentives; Table 5 , the attitudes towards non-financial incentives and Table 6 , mean and standard deviation values in terms of job satisfaction. The working conditions. 1.0926 3.39
The way my co-workers get along with each other. 1.1565 3.62
The praise I get for doing a good job. 1.1061 3.35
The feeling of accomplishment I get from the job. Correlation Analysis is used to determine the relation between the attitudes on financial incentives of employees in the study and attitudes on job satisfaction and the data obtained are given in Table 7 . Therefore, a high-level positive and significant relation is seen between financial incentives and job satisfaction (r=0.369, p<0.01). Correlation Analysis is used to determine the relation between the attitudes on financial incentives of employees in the study and attitudes on job satisfaction and the data obtained are given in Table 8 . Therefore, a high-level positive and significant relation is seen between financial incentives and job satisfaction (r=0.467, p<0.01). In the following sections of the study, the attitudes of participants in terms of financial incentives, non-financial incentives and the ones on job satisfaction are determined if they differ in accordance with some demographical characteristics. In this scope, Independent Samples T-test is used to determine if the union membership status of the participants make a difference on the attitudes of incentive and job satisfaction. T-test results are given in Table  9 . According to this, the attitudes on financial incentives have no significant difference in terms of union membership status; but the attitudes on non-financial incentives have a significant difference in terms of union membership status (t (428)=3.75, p<0.05). The attitudes on non-financial incentives by the employees, who have a union membership ( =3.69) is more positive than the ones, who have no union membership ( =3.34). The job satisfaction levels in terms of union membership status indicate no significant difference. Independent Samples T-test is used to determine if there is a significant in terms of gender on the financial incentives, non-financial incentives and job satisfaction levels of employees participated in the study. T-test results are indicated in Table 10 . According to this, the attitudes of employees on financial incentives have a significant difference in terms of gender (t (426)=1.071, p<0.05). The attitudes of male employees on financial incentives ( =3.52) are more positive than female employees ( =3.39). The attitudes of employees on non-financial incentives have no significant difference in terms of gender. The attitudes of employees on job satisfaction have a significant difference in terms of gender (t (426)=-2.668, p<0.05). According to this, the job satisfaction levels of female employees ( =3.60) are higher than male employees ( =3.46). One-dimensional analysis of variance is used to determine if there is a difference in terms of income levels on incentive attitudes and job satisfaction levels of employees participated in the study. According to the results of the analysis as seen in Table 11 , there is a significant difference at all income levels in terms of financial incentive attitudes (F 5-421 
Conclusion
According to the findings of the study, the attitudes on financial incentives (3.47) are found to be lower than non-financial incentives (3.54). Besides, the mean of job satisfaction is close to the mean of financial and non-financial incentives (3.52). In accordance with these findings, it is argued that financial incentives used in food chain premises are required a revision. A high-level positive and significant relation is determined between financial incentives used in food chain premises and job satisfaction levels of employees (H1 Accepted). Accordingly, it can be argued that the more positive attitude towards financial incentives, the more the job satisfaction increases. A high-level positive and significant relation is determined between non-financial incentives used in food chain premises and job satisfaction levels of employees (H2 Accepted). Accordingly, it can be argued that the more positive attitude towards non-financial incentives, the more the job satisfaction increases. Besides, it is concluded that the attitudes towards financial incentives have a stronger effect on job satisfaction than non-financial incentives when the results obtained from the tests, which tested the relation between attitudes towards incentives and job satisfaction (H3 Accepted).
Various results have been obtained when it is tested if attitudes towards incentives and job satisfaction of employees at food chain premises differ in accordance with some demographical characteristics. There is also no significant difference on financial incentives in terms of union membership status of employees (H4 Rejected), but there is a significant difference on non-financial incentives in terms of union membership status of employees (H5 Accepted). Accordingly, it is seen that the attitudes of employees with a union membership towards financial incentives have a more positive effect when compared to the ones without a union membership. Therefore, union membership status does not affect the attitudes towards financial incentives, but does affect the attitudes towards non-financial incentives. According to this, it can be argued that there is a higher expectation towards non-financial incentives for those without a union membership. Besides, a test is also made to see the difference at job satisfaction levels in terms of union membership status, but no significant change is observed (H6 Rejected).
A significant difference is determined on the attitudes of employees working at food chain premises towards financial incentives in terms of gender (H7 Accepted). According to the findings obtained, the attitudes of male employees towards financial incentives are more positive than female ones. No significant difference is determined on the attitudes of employees working at food chain premises towards non-financial incentives in terms of gender (H8 Rejected). The attitudes of employees towards job satisfaction levels of employees have a significant difference in terms of gender (H9 Accepted). According to this, the job satisfaction levels of female employees are higher than the male ones. Besides, a difference is also observed in the study in terms of income level on the attitudes of employees working at food chain premises and job satisfaction. According to the findings obtained, the attitudes of employees towards financial incentives (H10 Accepted), the attitudes towards non-financial incentives (H11 Accepted) and job satisfaction levels (H12 Accepted) have a significant difference in terms of income level. The attitudes and job satisfaction levels of employees with the lowest income and the ones with the highest income towards incentives differ when compared to others. Vol. 5, No. 10; 2012 There are also some limitations in the study. First of all, the food chain premises running only in the Central Anatolia Region is taken as context, which is one of the seven regions in Turkey. Only 11 of chain premises accepted to be a part of this study and are taken as sample in this context. Moreover, some of the employees at these premises did/could not participate into the survey due to such reasons as unwilling personnel, who stated the load of work and lack of time to fill in the surveys, or to be on annual leave, therefore being absent at the work place, etc. Taking a larger context as a base and conducting the survey to a broader population will increase the generalizability of the findings obtained from this study. However, this was impossible in our study due to time and cost and regarded as a limitation. The results obtained from the study give very significant data for top managements at food chain premises for revising the incentive policies and directing the public relations policies, etc.
